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ABSTRACT 
 
An historical analysis  of the management of the arts in Australia in the last fifty years demonstrates 
clearly the problems faced by arts organisations which have poorly selected and trained Boards of 
Directors.  Traditionally Board members were selected because they represented the various facets 
and skills involved in business (marketing, law, accountancy, management, entrepreneurship) or they 
were arts practitioners or patrons, or they had some particular social standing.  Arts organisations 
recruited Board members like a "mixed bag of lollies - one of these and one of those".  No 
consideration was given to the vital qualities of enthusiasm, reliability, empathy, capacity for hard 
work, strong arts interest, effective communication skills and respect for organisational processes. 
 
In recent times the overriding factors of geographic and gender balance, age differential, professional 
guidance and sponsorship paybacks influence selection procedures.  Successful Boards are not 
ceremonial or social bodies.  While not united for the common cause of making a profit, Boards of 
Directors of arts organisations are usually volunteers from a most disparate set of backgrounds.  their 
responsibility is such, that from the very first meeting, commitment to achieving the objectives of the 
organisation cannot waver. 
 
With increasing demands by government funding agencies for tighter management controls, the 
selection and training of Board members must be rigorous. 
 
This paper presents the findings from a research project which involved analysing the mission and 
objectives of selected arts organisations in Queensland and thereby developing a performance profile 
for Board Members; interviewing Board Members, General Managers and Artistic Directors to 
establish information flow, roles and responsibilities of directors and executives, and recruitment and 
training practices for Board Members; and through observation at Board Meetings assessing 
performance in relation to selection and training methods.  The conclusion recommends guidelines for 
selection and orientation or training procedures for Board Members of arts organisations. 
 
With the economic rationalists beating on the doors of non-profit arts organisations in Australia comes 
the scourge of accountability for the governing Boards of Directors.   Financial accountability, 
managerial accountability and legal liability are steering arts organisations and their partners-in-
funding -- the state's arts authorities and corporate and business sponsors -- on a course of rigorous 
performance assessment.  Why are we here?  What do we know about the arts, the government's arts 
policy, our organisation's policy and mission, the governance of this organisation, the group dynamics 
of effective Board membership? 
 
The purpose of this paper is to present the results of a research project into the Boards of thirteen non-
profit arts organisations in Queensland; place this in the context of recruitment, orientation and 
training processes for Board Directors; and build a model for effective recruitment and training 
practices in non-profit arts organisations leading into the next century. 
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While Board Directors may be the "ultimate volunteer" (Wry, 1990, p.11) they hold the final 
responsibility for the continuity of the organisation.  The mission of the organisation may be publicly 
displayed in the artistic activity; but the vision, planning and security of the organisation lie clearly 
within the Directors' integrity, energy, commitment, managerial capacities, business skills and artistic 
sensitivity. 
 
The case of the Sydney Dance Company has been well documented.  In 1983, following a debt-ridden 
year of activity in 1982, the Company faced closure with the appointed provisional liquidator deciding 
to wind up Sydney Dance.  However the State and Federal governments together with the Opera 
House Trust and the Australia Council believed the Company worth saving and provided support for a 
new Company, limited by guarantee, and managed by an astutely selected business-minded Board.  In 
a 1990 interview published in The Australian, Natasha Serventy, a consultant with the Arts Law 
Centre affirmed "the need for responsible directors to keep an eye on the day-to-day administration of 
the company".  She said that "Problems arise when people who serve on Boards, who are almost 
always volunteers and meet infrequently, rely too much on the advice of their chief executive 
officer..." (Cribb, 1990, p.12). 
 
Conjecture has too often been the force of argument surrounding the demise of an arts organisation - 
conjecture on ineffective Board performance.  Too often the remedy of the funding authority for an 
ailing arts company has been to replace the Board with a single administrator in the short term, or to 
replace the Board with new Directors, or to force the presence of government `watchdog' appointees 
on Boards. 
 
There is no hard evidence in Australia of the characteristics of Board Directors, of recruitment and 
orientation practices, of training programs, nor of the behavioural and performance indicators used in 
the planning and decision-making at Board Meetings.  No analysis has been conducted into correlation 
between the organisation's mission and objectives and the recruitment profile for Board Directors.  
While most orientation practices include an informal discussion between the Chair, General Manager 
and potential Board Directors and the presentation of a complete dossier of the organisation's 
activities, no attention is given to the maintenance factor of group variables with the disparate group 
now commanded to work in unity for this organisation's goals. 
 
The significant contribution to this area of study and application in Australia was Timothy Pascoe's 
Arts, Research, Training and Support Ltd (ARTS) publication Strengthening the Governance of Arts 
Organisations in 1979.  In 1983 the Council for Business and the Arts in Canada published a similar 
handbook entitled Developing Effective Arts Boards and in 1985 the Foundation Centre in New York 
published the larger volume for non-profit organisations The Board Members Book by Brian 
O'Connell. 
 
The Scottish Arts Council developed an effective handbook for Directors of Boards in 1986 based 
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closely on Timothy Pascoe's Australian publication.  This booklet Care Diligence and Skill was 
designed for Board Directors whose workload had increased under the "intense public scrutiny 
focussed on such boards" as "the media and the public have become more concerned with the policies 
and management of arts organisations" (Mason, 1986, p.4). 
 
More recently The Journal of Arts Management and Law devoted its 1990 Summer edition entirely to 
"Governance in the Arts: Trusteeship in Transition", and John K Urice published his survey results of 
American Arts Boards in the December 1990 edition of the Journal of Cultural Economics. 
 
There is a wealth of literature delineating and analysing the roles and responsibilities of Board 
Directors, but as Urice points out 
 
 ....researchers lack information on board members' basic demographics, as well as their 
attitudes, experiences as board members, and their behaviour with regard to their 
organisations.  In sum, few supported statements can be made regarding the current 
condition of boards of directors ...(Urice, 1990, p.53) 
 
Placed in the current economic context in Australia, this lack of hard evidence combined with 
considerable conjecture at government policy and project level and at the consumer/patron level, the 
arts in Queensland could be described as "suffering".   The new Goss Labor government established an 
Arts Committee in 1990 with the brief to report on the state of the arts in Queensland.  Under the long 
term National and Liberal Coalition, the Arts Ministry had grown slowly with little direction but 
generous support for major performing companies and for the construction and operation of arts 
centres throughout Queensland.  While the new government declared policies supporting regional arts, 
aboriginal and islander arts, women in the arts and a burgeoning film industry, it also emphasised the 
significant need for more effective management in the arts. 
 
 The Government has a vested interest in the stable and effective governance of arts 
organisations and we suggest there should be regular assessment of board performance 
by the Arts Division as part of the ongoing process of assessing grant applications.  Some 
of the principles which need regular attention include: 
 
 · in general, board members of arts organisations should serve a maximum six years; 
 
 · directors of boards should attend at least 60% of scheduled board meetings; 
 
 · due separation of the functions and membership of the board and management; 
 
 · an obligation on each board member to declare immediately any conflict between 
personal, corporate or family interest and that of the organisation, and the proper 
recording of any such declaration; 
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 · boards should develop and present to the Arts Division annual revisions of corporate 
plans; 
 
 · organisations should demonstrate to the Arts Division a range of relevant talents in board 
members including financial, legal, administrative, fundraising, to supplement the 
executive's knowledge of artistic matters in the discipline appropriate to the organisation; 
 
 · the Arts Division should meet with the board of directors of each major organisation at 
least once a year to discuss operational and strategic matters; 
 
 · board members should not normally be paid; 
 
 · multiple directorships of arts bodies raise significant questions of conflict of interest and 
should be avoided; 
 
 · memberships of boards should reflect community cultural diversity and should abide by 
principles of access and equity; and 
 
 · where major funded arts organisations have a Statewide responsibility they should look to 
including regional representation on their boards.  (Arts Division, 1991, pp.72-73) 
 
If there was to be a bounty for the arts in Queensland, the timing was completely wrong.  Flood, 
drought, unemployment, the recession, legal reform, and rigorous public sector review reduced any 
expected growth in the government's arts funding, and over a three year period exposed dependent 
non-profit arts organisations to the harsh reality of `survival of the fittest'. 
 
In 1991 the TN! Theatre Company, operating in Brisbane in a variety of guises since 1936, collapsed 
after government-funding was withdrawn amid criticisms of ineffective management.  By the end of 
1992 five major companies (visual and performing arts) were `under review', their funding threatened 
and management under scrutiny.  The arts are under threat.  Government policies are changing.  The 
arts as service or welfare may no longer be justified to receive funding.  Economic arguments 
supporting the arts no longer bear fruit in governments lusting for competitive growth.  But while `the 
arts' are targeted, the Boards come under critical review.  Is the survival of the organisation or the 
industry in the hands of Directors of Boards who can ignite enthusiasm, talent and skill and remove 
themselves from government scrutiny and strategically manage their recovery?   
 
The evidence gathered from this research would indicate that Board Membership in Queensland 
comprises a high profile, articulate, well educated, business alert and artistically sensitive group of 
individuals.  Here follows a profile of the average Queensland arts organisation Board Director. 
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The typical Board Member's reasons for joining the Board were to support the organisation and as a 
response to a direct request. 
 
He has previous experience as a Board Member of an organisation but has no previous 
experience as a Board Member of another arts organisation. 
 
His relationship prior to appointment was as a member of the organisation and his background is in 
business, arts administration and/or professional qualifications in either business or the arts. 
 
Although the term of Board appointment is normally one year, he has been a Board Member of this 
organisation for more than 3 years and a member of the arts organisation for more than 4 years. 
 
The typical Board Member is male, aged between 46-55 years, resides in Brisbane and is University 
educated. 
 
The typical Board Member was recruited to the Board by an invitation from the chairperson and is 
familiar with the mission statement of the organisation, the government criteria for arts funding 
and has read the Queensland Government Arts Review. 
 
He received no training after his appointment to the Board but did receive a dossier of the 
organisation's objectives, policies and operation. 
 
The typical Board Member believes his role and responsibilities are to give advice/guidance; 
oversee financial and operation of the business; attend meetings and set policy and make 
decisions. 
 
He believes his legal responsibilities include those stated in law, statutes and particularly in the 
Corporations Law.  The major concerns include reasonable care and diligence, honesty, acting in 
good faith, financial responsibilities and no improper use of information or power. 
 
The typical Board Member participates in the financial planning and monitoring of the 
organisation through reading monthly reports, making decisions and adopting the budget, and 
by attending monthly board meetings. 
 
He is involved in policy making, strategic planning, fundraising and marketing and spends 
between 5-10 hours per month in the business of the arts organisation. 
 
The typical work assigned to him between meetings include sub-committee work, financial work, 
reading of reports, fundraising, meetings with Government and sponsors, providing advice on 
various matter or issues facing the company and staff, and maintaining a constant review of the 
company's operations. 
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Monthly Board Meetings run for 1-5 hours, and although not contributing to the agenda 
preparation, the Board Member is usually a member of a Sub-committee. 
 
Board Members vote to make decisions at Board Meetings and believe that the Board should be 
involved in policy, planning and monitoring of the organisation while the operational functions 
should be handled by management. 
 
The strengths that the typical Board Member brings to the organisation include 
business/financial/management experience, knowledge of/experience in the arts, arts 
administration; enthusiasm and most Boards include an accountant/lawyer as a member. 
 
The main reasons for the typical Board Member to resign from the Board before the expiry of his term 
would be for family, personal or health reasons. 
 
He believes the Board Members of Arts organisations should receive training for their position, 
however the typical Board Member has not attended any training courses, conferences or 
seminars related to arts management. 
 
He would attend training seminars in Board Management of arts organisations if they were 
available and has given the following topics as areas in which he would like to be trained: 
 
· funding and funding submissions; 
· Government arts policy; 
· strategic planning; 
· chairman and meeting procedures; 
· financial management (including budgeting and accounting); and  
· marketing; fundraising and promotion.  
 
Thirteen Queensland arts organisations comprising 127 Board members were surveyed.  The 
organisations were selected randomly and represented a variety of art forms and legal structures.  All 
are funded by the state and federal governments.  A disappointing response rate of 50% despite follow 
up requests could be attributed to some Boards current standing with the State arts agency and 
consequent concerns for privacy or to a performance indicator of Board Member interest in advocacy 
for the arts industry. 
 
The research project involved analysing the mission and objectives of the arts organisations and 
thereby developing a performance profile for Board Members; interviewing General Managers and 
surveying Board Members to establish information flow, roles and responsibilities of directors and 
executives, and recruitment and training practices for Board Members; and observation at Board 
Meetings to assess performance in relation to selection and training methods.  General Managers were 
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highly supportive of the project and cooperated in providing information through interviews.  
However, some (two of thirteen) Boards preferred that their meetings not be observed because of 
confidentiality of current issues under discussion in one case, and a belief in the other case that one or 
more meeting observations would not demonstrate accurately the contribution of directors to the 
information-sharing and decision-making processes at meetings. 
 
The Board Members survey questionnaire was the main tool in gathering evidence on recruitment and 
training practices.  It comprised two sections, the first dealing with recruitment, the second with 
training.  In order to assess the subject of recruitment and selection, questions were asked to develop a 
demographic profile of Board Members - age, gender, education, city or regional residence, experience 
as a Board Member, experience in the arts, professional experience, expertise for managing the arts, 
and purpose for joining the Board.  Members of the Boards were also asked to describe the methods 
used to recruit new directors and the major influences discerned in selection.  Not only was it possible 
then to document the profile of the typical Board Member but also assess this profile with selection 
influences and/or criteria.  In addition this profile, linked to biographies obtained from General 
Managers, could be analysed in relation to the organisations' mission statements and objectives. 
 
The second section of the survey questionnaire was designed to gather evidence on Board Members' 
knowledge of their organisation including financial relationships with government agencies and 
government arts policy; roles and responsibilities (legal, contribution of expertise, decision-making, 
planning, sub-committee membership, agenda input, time involved, selection of staff, contribution to 
policy making and fundraising); and provision of training.  This information resulted in a detailed 
outline of the knowledge and activities required by Board Members to perform their task, and whether 
or not they believed training was necessary to fulfil those tasks.  In addition a task or duty description 
could now be included in the selection criteria, and a training program devised encompassing the skills 
and duties of Board Member performance. 
 
While the profile of the typical Board Member as described earlier in this paper summarises the survey 
results, certain responses need to be highlighted. 
 
The majority of Board Members joined the Board at a direct request and because they wished to 
support this particular arts organisation, however they frequently responded that their reason was 
"service to the arts" and support for that particular art form.  The reasons least nominated were to 
"establish contacts in the community" and to "increase or maintain personal skills".  This question 
addressed the reason for joining the Board, and the later question on how recruitment occurred, 
indicated a majority of Board Members were invited by the Chairperson (38%), with 26% appointed 
by the Government and 24% elected by members.  Longer standing Board Members were asked to 
describe the procedure for recruitment in that organisation.  The two most frequent responses were 
recruitment based on the particular skills of the potential Board Members and the use of individual 
invitation. 
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Eighty-seven percent of Board Directors had previous Board experience and 44% had previous arts 
organisation Board experience.  This response needs to be addressed in terms of training content.  
With so many Board Directors having participated in the management function at Board level, these 
skills are highly developed and require challenge and an art focus in terms of policy-making, non-
profit constraints and application, and the significant relationship with government agencies. 
 
The reasons given for assuming Board membership and the invitation aspect of recruitment need to be 
analysed with the factor that only 34% of Board Directors were members of the arts organisation prior 
to this and that 26% had no relationship with the organisation and 23% described themselves as 
"patrons". 
 
When asked to indicate any background or professional experience which contributes to the Director's 
performance on the Board the recurring responses included business experience, arts management 
experience and professional qualifications in either business or the arts (accounting, banking, legal, 
marketing, artist or director).  Importantly some Boards were heavily business and professionally 
oriented and other arts oriented. 
 
Despite most Boards having an annual election and one year term of appointment, 36% of Board 
Directors had been a member of this Board for more than three years indicating a continuing 
commitment to the organisation's goals and development.  In interview, General Managers suggested 
that effective Board Directors were invited to continue membership and that efforts were made to 
dissuade from re-election those not contributing. 
 
Fifty-seven percent of Board Members were aged between 36 years and 55 years with 27% over 56 
years of age.  One organisation was entirely focused on youth activities, and the two dance companies 
and the one orchestral company surveyed comprise artists under 36 years, however only 14% of Board 
Directors were under 36 years.  The question begs why younger business and professionally 
experienced members of the community are not interested in managing the arts at Board level or are 
not invited. 
 
Further concern may be expressed at the low percentage of female Board Directors (30%), however 
this figure mirrors the general business and professional communities' placement of women on Boards 
or in significant Executive positions.  Interestingly, of the thirteen organisations interviewed, eight of 
the General Managers or Chief Executive Officers were women. 
 
Seventy-five percent of Board Directors have University level education indicated by the professional 
positions and experience nominated in biographies and the questionnaire. 
 
Eight of the organisations actually incorporate "Queensland" in their name and one includes 
"Australian", yet 92% of Board Directors reside in Brisbane.  The State Government recommendations 
quoted earlier in this paper specifically call for organisations with a statewide responsibility to include 
 
 
 9 
regional representation.  Discussions with General Managers indicate that this criteria is being 
addressed, if not already, and the survey response rate does not accurately represent regional 
membership. 
 
Most Directors seemed to know the business of their organisation (mission, number of employees, 
annual budget, government funding criteria, and funding sources).  The major sources of funding are 
government (state and federal), box office and sponsorship with entrepreneurial ventures and self 
generated funds comprising minor income.  This may be seen as disappointing given the business 
backgrounds of most Boards. 
 
Eighty-nine percent of respondents answered that they had received no training for the role of Board 
Director and 77% were given a dossier on the organisation's objectives, policies and operation, and on 
the Board Member's role.  When asked to describe the role and responsibilities of a Board Member, 
the most frequent responses were to give guidance in management, to oversee the financial operation 
of the business of the arts organisation and to set policy and make decisions.  The majority (97% and 
90%) of Board Directors indicated they were involved in policy making and strategic planning, 
however around 50% indicated involvement in fundraising, marketing and selection of staff and 
volunteers.  Interviews with General Managers confirmed that Board Directors clearly understood the 
difference between the Board management and operational management of the organisation and most 
Directors contributed expertise and sub-committee tasks as requested but guided by the General 
Manager.  The general time commitment of 5 to 10 hours between meetings was difficult to tally with 
the task responses given in the questionnaire.  These included sub-committee work, financial work, 
reading reports, fundraising, meetings with government officers and sponsors, constant advice and 
review involving the company's operations.  Twenty-six percent of Directors contributed to agenda 
preparation with 35% contributing sometimes. 
 
The size of Boards included in the survey ranged from 4 to 15 members with the average size being 10 
members.  General Managers reported that Boards with fewer members performed in sub-committee 
mode regularly.  All Board Members familiarised themselves with the task of the sub-committee until 
that specific project was completed.  Sub-Committees of all Boards were established on the basis of 
need, although a standing Finance/Management sub-committee was common.  Two of the 
organisations surveyed utilise outside expertise on sub-committees which are chaired by a Board 
Member.  Most sub-committees comprise membership of the Board and Senior staff. 
 
Information flow between Board Members and the General Manager includes the monthly report 
prepared by General Managers and sent to each Board Member with the Meeting Agenda up to ten 
days prior to the meeting.  These reports include information on personnel, artistic program, financial 
statements, membership, media updates, industry issues and seminar attendances.  This information is 
then the basis of informed discussion and decision-making at meetings. 
 
It would appear that while Directors bring the strengths of expertise, experience and enthusiasm (their 
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nominations) to Boards, their ongoing activity is not as significant as it could be.  The Board 
contribution is focussed on advice on the basis of expertise, their commitment to the declared role of 
policy and planning, and a lesser contribution to the marketing development of that organisation.  
Training in market development may be necessary to strategically plan for the growth of the 
organisation. 
 
Attendance at Board meetings confirmed that decisions are usually made following lengthy discussion 
and a system of compromise and consensus.  Behaviourally most Board Directors contribute actively 
in providing information, expertise, opinion (based on wisdom and experience), support and 
opposition.  Their performance at the Board room table exemplifies the demographic profile and the 
expertise selection criterion.  Board Directors are articulate, well-informed, enthusiastic, and 
committed to the goals of the organisation and to the day-to-day successful management.  They do not 
appear to demonstrate equivalent advocacy between meetings. 
 
Interestingly, when Board Directors were asked to indicate a reason for relinquishing Board 
Membership before the expiry of the term or extended term of office, the five most frequent responses 
were personal reasons (including health and family), business commitments, disagreement with Board 
decision, no longer a worthwhile contributor, and unacceptable behaviour by the Board.  This would 
indicate that Board Directors genuinely attempt to measure their enthusiasm and input and decline re-
election if their contribution diminishes. 
 
When questioned about training for the position of Board Member 80% indicated that training should 
be available, yet in the following notes by respondents most suggested training unnecessary if the 
selection criteria are sound.  Only 34% have attended any training courses, conferences or seminars 
related to arts management, and 64% positively indicated they would participate in training seminars 
in the areas of government funding and arts policy, strategic planning, meeting procedures, financial 
management and marketing. 
 
The emphasis of the missions, goals and objectives of these thirteen arts organisations is to present 
high quality arts product for Queenslanders.  Included are phrases referring to access, regional 
extension, artistic achievement goals, arts industry development, cultural enrichment, and education.  
Only two organisations include market development and business support in the mission/goal 
statement.  This would indicate that the use of the mission/goal statement as contributing to a Board 
Director profile calls for Board Directors with significant arts experience.  The biographies of the 
Board Directors of these thirteen arts organisations emphasise business and professional experience.  
Former artists and arts educators are included and some Boards strictly include an artist/director in that 
art form.  However, the current trend is to recruit not to exemplify the mission of the organisation, but 
to operationalise the mission, that is managers, solicitors, accountants, intellectuals, policy-makers, 
fund-raisers or marketers. 
 
If similar research had been carried out ten years ago, the result would have clearly defined a heavily 
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concentrated artistic Board Directorship.  The profile of a Board is clearly influenced by the political, 
economic and social agenda of the time.  As governments change (Queensland as example) so do 
policies affecting funding for non-profits; as the economic situation of the nation changes so does the 
available sponsorship from corporations and so does the accountability for government funded 
organisations; as the social responsibilities of a state or nation change so do the needs for equity in 
gender, aboriginal and islander peoples, non-english speaking peoples, regions, age, access and 
participation.  The current profile of Arts Boards in Queensland reflects these political, economic and 
social variables. 
 
Not unlike the results from Urice's survey in the United States in 1990 there exists a positive 
environment in the Boards analysed in Queensland in 1992.  Further research on a national level 
would give analysis by art form, region and state.  The problem lies again with conjecture and 
perception.  The General Managers believe their Boards perform well, but difficulties exist in the 
perception by the government funding agencies.  Is this a communication problem between 
government and arts organisation with funding criteria changed without consultation, and 
performances therefore measured on goals not set nor achieved.  The environment in which most of 
these non-profit arts organisations were established encompassed the typical Australian community - 
non-competitive, creative, socially and politically stable, limited government intervention, 
independent, individual.  How do we recruit and train for the future? 
 
Non-profit arts organisations operating in the nineties and beyond need to address competitiveness, 
arts export, cultural tourism, internationalisation, aggressive management practice, unity in direction 
between government and the private sector, and a visionary approach for the place of the arts in the 
Australian community. 
 
Recruitment and training practices of Boards of arts organisations in 1992-3 demonstrate by survey 
questionnaire clear purpose, effective management, enthusiasm and use of valuable expertise.  
However, these Boards need considerable training in advocacy and forward-thinking, visionary 
strategies to maintain viability in the competitive environment to come. 
 
The following Recruitment Process involves the non-profit organisation in yet another corporate 
business practice. 
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Once the organisation has identified its needs, an 
informal approach is made to a potential Board 
Member, a curriculum vitae and written statement are collected for evaluation.  This written statement 
should involve completion of a questionnaire and comments giving an indication of the writer's 
commitment to the arts, the arts industry, and to the development of this arts organisation.  
Appointment or election follows. 
 
Alternatively, as for procedures for employment, a media advertisement calling for expressions of 
interest is followed by a mail out to respondees of information on the organisation.  Curriculum vitae 
are collected and these are matched to selection criteria (eg. arts interest, fundraising skills, educational 
profile, legal expertise, management experience).  Candidates are short listed and interviewed.  The 
process is handled by a professional Personnel Management Company with or without involvement of 
the Chief Executive Officer of the arts organisation. 
 
In identifying its recruitment needs, the Board must consider the organisation's mission, constitution 
and strategic plan.  These regulations, goals, objectives and action plans may determine selection 
criteria for Board Membership.  A thorough Environmental (social, political and economic) analysis 
together with a listing of the organisation's strengths, weaknesses, opportunities and threats (SWOT) 
could also influence Board Member selection.  Depending on the expertise and experience of the 
Board Member, training for Board Management may or may not occur.  During the life of a particular 
Board, consequent events may involve specific training programs.  This process is explained in the 
following model. 
 
 
 RECRUITMENT PROCESS 
 
 
 
Identify Needs 
 
Invitation/Advertisement 
 
Information/Duty Statement 
 
C.V. Evaluation 
 
Appointment/Election 
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The problems of patronage, self promotion and political interference are overcome in these recruitment 
models.  However, the best advocacy for any non-profit is usually demonstrated by a member of the 
organisation whose total commitment to the mission and objectives is derived from participation and 
ownership. 
 
This paper presents a summary of the demographics and recruitment and training practices for Board 
Members of non-profit arts organisations in Queensland.  The results do not reflect the current 
concerns of ineffective Board management.  On the contrary, the demographics would indicate that 
Board members are properly and wisely recruited and perform their tasks effectively. 
 
The questions lie in the future.  What type of non-profit arts organisation are we recruiting for? What 
training will be needed to carry out the roles and responsibilities of Boards in the nineties and beyond? 
These questions must be addressed by government departments, bureaucrats, arts management 
trainers, and Boards and executives of non-profit arts organisations. 
 
Endnotes 
 
The writer wishes to express thanks to the Queensland University of Technology Faculty of Business 
Research Committee for a Faculty Research Grant which made the research possible.  Special thanks 
are made to Ms Michelle Hiller, Graduate Research Assistant for her collation of results and 
preparation of the paper. 
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